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ABSTRACT 



Since World War II, the United States has enjoyed a 
steady rate of economic growth unprecedented in the history 
of the world. Conicurrent with this growth has been a steady 
and continuing rate of technological, social, and economic 
change. The factors of growth and change have greatly af“ 
fected the field of management for many new problems have 
arisen, as well as many new concepts in the management of 
an organization. Social scientists have contributed much 
to the understanding of group dynamics, communications, and 
leadership. Engineers and mathemeticians have provided 
"hardware" useful to the manager. The tools and concepts 
now available to management have placed the supervisor or 
middle manager in an increasingly important position in the 
organization. Likewise, the development of supervisors or 
middle managers increases in importance. One method of 
enhancing this development is through the establishment of 
a training program for supervisory personnel. The essential 
elements of such a program are described in a theoretical 
approach to training. This approach is then used to analyze 
the elements of training in two multi-million dollar corp- 
orations of a diverse nature.. Basic training efforts for 
supervisory personnel at both corporations are described. 
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1, Introduction, 

This paper is primarily concerned with the development 
of supervisory personnel through training methods. The 
subject is of particular interest when one considers the 
position of supervisory personnel and their impact on every 
organization involved in the production of goods and services,. 
The ''supervisor", under some title or another, has a hand 
in almost eveiy work activity conducted and is the individ“ 
ual that represents the "connecting link between the manage- 
ment and the workers",^ In many instances and to many 
workers, the supervisor is the organization, and _i£ the 
management. For it is this individual that represents the 
workers closest contact with management, and upon whom, to 
a very great extent, their well-being is dependent. To 
higher management, the supervisor represents the tie to 
the pulse of the organization, i,e,, the worker. It is the 
supervisor that is responsible to management for the flow 
of material, the maintenance of discipline and morale, 
and with proper representation of management policy, pro- 
cedures, and goals to the lower echelon. Thus, supervisory 
development is vital to a growing, active and successful 
organization, 

^R, 0. Beckman, How to Train Supervisors (New York; 

Harper & Brothers Publishers, 1944) » P»3« 



Conversely, writers such as Drucker and Leavitt foresee 

a lessening of importance of middle management to the organ- 

2 

ization of the future. Automation, taped machine processes, 
and electronic data processing methoda have made inroads 
into the supervision of personnel for they have permitted 
a degree of control and rapid communication previously not 
available to top management. Further, high speed computer 
systems and operations analysis have provided top manage- 
ment a decision making tool that is capable of consuming 
more detail than heretofore possible. As a result, processes 
that by their very nature required a considerable amount of 
decentralization can now be programmed under the centralized 
control of higher management. Nevertheless, since these 
systems will permit a more direct line of control between 
top management and the operating level they will necessitate 
larger, more specialized staffs at the top which will in turn 
require a greater influx of personnel experienced in the 
problems and mechaiica at lower echelons. Problems of 
manager development will remain. 

There are many tools available to management to assist 
in supervisory development, i.e,, performance appraisal, 
interviewing, selection techniques, career planning tech- 

2 

H. J. Leavitt and T, L. b'hisler, ’’Management in the 
1980* s". Harvard Business Review, XXXVI, November-December 
1958, pp. 41-48. 
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niques, and training, to name but a few. It is training 
which probably has the most influence of all the tools 
available, as training offers the greatest opportunity 
to mold or change behavior through effective utilization 
of the learning process. Considering that there are cer= 
tain essential elements which affect the success or failure 
of training it was- decided to develop a theoretical ap- 
proach to supervisory training which embodies those esb“ 

i 

sential elements. This vras done through a review of the 
literature. Since much has already been written in this 
field, it was considered appropriate to undertake a study 
of the supervisory training efforts in two large and 
successful concerns in an attempt to learn what is being 
done and what can be done in this field. In connection 
with this, the paper will attenpt to develop the needs 
and pressures that make supervisory training essential 
to the present day organization. 
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2, A Theoretical Approach to Supervisory Development 
through Training, 

V/hat pressures make supervisory development Important ? 

In the not too diatant past a foreman or supervisor reached 
that position oftimes hy virtue of bulk and ability with 
his fists or an axehandle. Today, it is highly unlikely 
that this type of individual would make the grade supervise 
ing a group of electronic technicians, factory workers, 
or even unskilled laborers. For today the supervisor is 
not only faced with pressure for production from his 
superiors, but with pressure from all sides. He may be 
required to interpret and take action in accordance, with 
complicated governmental regulations. He must be equipped 
to properly handle pressures from union representatives. 
and to cope with problems, of workers that cannot be ignored 
because results may be increased absenteeism, high turnover, 
and low employee morale. In most cases, he must be com- 
petent technologically, able to advise management concern- 
ing technical processes or to assist a worker with a 
sophisticated, complex piece of machinery. He is a disci- 
plinarian, a teacher, a father image, a lot of things to 
a lot of people,. 

Probably the major source of pressure on supervisory 
personnel is continuing social and economic change. Tech- 
nological advances have contributed greatly to make ours 

4 



an increasingly complicated society. Since the turn of 

the century, the corporate form of business has increased 

in size and importance to where it now employs 60^ of the 

workers, produces 75?^ of the goods and services, and pays 

three-fourths of the wages in this country.^ Our Federal 

Government has increased in size to vzhere it is now the 

largest "business'' in the world, with federal expenditures 

2 

accounting for 20^ of the Gross National Product. Labor 
unions have had a definite effect on change, with member- 
ship accounting for some 18 million workers of the 76 mil- 

3 

lion presently employed. Trends are toward increased 
recognition of social responsibility, as expressed in 
social security laws, workers compensation, unemployment 
insurance and in safety and health practices. Brand new 
vocations have come into being as a result of increased 
interest in human relations, industrial psychology, group 
dynamics, and employee relations. Business has become in- 

/ 

^ Financing America* s Future ; Taxes , Economic 
Stability and Growth , a reoort prepared by the Committee 
on Federal Tax' Policy (New York: Committee on Federal Tax 

Policy, 1963), p. 35. 

%bid . . p, 37. 

3 

U.S. Bureau of the Census, Statistical Abstract 
of the United States; 1963. 84th edition (Washington. D.C.. 

196377 P. 250. 
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creasingly interested in its public image. With these 
changes there has become increased recognition of the need 
for new concepts of managerial work aid leadership respon- 
sibility, v/ith corresponding recognition of the need for a 
continuing education of managers and supervisory personnel. 
There is also a "recognition, that managing is or should be 
considered to be a distinct and professional kind of work 
that has its foundations in basic social values and in an 
established body cxf knowledge and principles which can be 
taught and learned,"^ Thus, with increasing social and 
economic pressures, it becomes apparent that effective 
training and development of supervisory personnel must be 
a planned, orderly and continuing process to ensure organ- 
izational growth and security. 

The preliminaries to supervisory training . In order 
to understand where an organization is going with its 
supervisory training, and in order to develop a training 
program that truly meets its needs, it becomes a necessity 
to make a study of what is required of supervisors and the 
organizational environment in which they must function. 
Several areas require consideration: 

1. Supervisory activity - what the supervisor does 

4 

George C, Houston, Manager Development, Princi pies 
and Perspectives (Homewood, liiinois: Richard D. Irwin, 

Inc,, 19^1), p, 10, 
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and why he does it, 

2, Supervisory responsibility - a determination 
of the lines of authority and responsibility and their ef- 
fect on supervisory activity, as delineated in organiza- 
tional policy and procedures, 

3, Informal organization - a determination of 
the working relationships, outside the formal organizational 
channels, 

4, The supervisor as an individual - no two 
supervisors are alike in their needs, and not all will 
require the same amoimt or type of training to achieve 
the desired results, 

5, Training climate - the support given to 
training efforts by management, "Management attitudes 
strongly affect the interest, motivation, and effort of 
the entire organization. They establish the ’climate* 
and determine whether or not it is one which is conducive 

5 

to learning and growth." 

There are many tools available to assist management 
in the determination of supervisory training needs and the 
surrounding environment; attitude surveys, reviews of job 
descriptions, interviewing of seniors as well as possible 

•^ Ibid . . p. 31 



7 



trainees, and performance appraisal reviews, among otherSo 
Once these determinations are made the setting of realistic 
goals for training becomes a matter of sorting out what is 
possible within the contraints that may be imposed by a 
budget, management's plans and policies, and the organiza- 
tional goals and objectives., "Proper utilization of train- 
ing in modem industry and business requires that it be 
put in its proper contexto It is not an end in itself, but 
a means to an end," 

Attendant to the determination of need should be an 
understanding cf contributionstraining can make towards 
desired supervisory development. By the same token, 
management should be made aware of the problems attached 
to the training situation in order to avoid the pitfall of 
expecting too much in the way of tangible results. There 
is a multitude of material that provides actual case 
studies and experimental data which, when carefully studied, 
will prove of great use in the development of a training 
program. There is no need for another organization's 
mistakes to be repeated, as long as the successes or 
failures have been documented and are readily available 
for study. 

William McGehee and Paul Thayer, Training in 
Business and Industry (New York; John Wiley & Sons, Inc,, 
1961), p, 4. 
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The most important contributions that can be made 



in supervisory training are: 

1. Human relations - training can offer the 
supervisor those fundamentals of understanding people, 
their frustrations and motivations, their needs and 
attitudes, and of influencing thought and behavior » 

These understandings should result in an increase in 
supervisory tolerance and sensitivity, with correspond- 
ing improvements in worker attitude <> By understanding 
the humam factors, the supervisor will be better equipped 
to understand himself and apply this knowledge to self- 
improvement as well as to his relationships with otherSo 
"By a greater awareness of people and their character- 
istics he can be more considerate in dealing with them, 
and the work group will become more effective » " 

2o Technological change - our society as a 
whole is becoming better educated, with the technical 

workforce growing three times as fast as the total 
8 

population^ Effective technical training will enhance 
creativity at the supervisory level, and supervisory 
confidence in himself, his workers, and the process with 

7 

"Thomas W. Harrell, Industrial Psychology (New 
York: Holt, Rinehart and Winston, I960), p., 149 <> 

8 

Bernard J. Bienvenu, "What Kind of Training for 
Tomorrow?? Personnel, XXXVIII (December, 1961), po 14, 
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which he is involved. Technical training will also 
prepare the supervisor to anticipate future techno- 
logical change, thus helping to counteract a natural 
tendency towards complacency aad the narrow outlook that 
present machinery or equipment is the ultimate, 

3. The individual - increased knowledge of the 
skills required will increase confidence and contribute 
to improved decision making. It will help to create the 
psychological climate that orients supervisory attitude 
towards major organizational goals, aa the individual 
should become better informed of the organization as a 
whole. An enlightened training program will enhance 
individual motivation to continue the learning process, 
as it helps to open new areas of interest, as well as 
improving promotion potential. 

In view of the preceding, setting the stage for 
training adds up to considerable preparation. It is a 
difficult, time consuming, and costly process that would 
involve considerable effort on the part of management. 
Whether these preliminaries materially contribute to 
supervisory development through training can not be 
shown in studies or empirical data. However, the import- 
ance of determining the need and setting realistic goals, 
for training cannot be discoimted because of a lack of 
supporting material. 
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DevelopiniS: the training program o It is not the in- 
tent of this paper to describe the teaching metLoda. that 
are available to management, A cataloging of methods 
serves no useful purpose, and if desired, can be found in 
any library. The intent then, is to discuss those factors 
considered critical to successful results in training 
supervisory personnel. 

A most effective base for any training program given 
under company auspices is a course that presents in broad 
terms the organization's objectives, history » policies, 
and procedures. This will serve to give the supervisor a 
more complete conception of his responsibilities and his 
place in the organization. It will better equip him to 
interpret future plans and policies, and will aid in iden- 
tification of personal goals with the goals of the 
organization. 

More than likely, any group of supervisors brought 
together for training will be of a diverse nature, v;ith 
various backgrounds of experience, formal education, and 
mental capacity. Thus, it is important that course material 
be presented to strike the right level or balance to avoid 
boring the brighter trainees or escaping the duller ones. 

If the preliminary Job has been done, management should 
know the supervisor better as an individual, and will have 
a better understanding for the problems confronting the 
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supervisor. The main thing is to ensure that material is 
so presented that everyone is confident of it being within 
his own capabilities to apply the new learning back on the 
job. To illustrate, teaching human relations by the use 
of academic terms and descriptions vrauld probably not pro~ 
vide a supervisor with a basis for relating this material 
to the problems of worker behavior which face him daily. 

In. short, to be effective it must be in his language. 

V^hen developing training courses designed to improve 
a supervisor's skill it must be realistically related to 
the needs, of the job. In other words, it does little good 
to explain a process with which the supervisor will have 
little or no contact. Relating training to the job sim- 
plifi ^ the problem of practicality and the development of 
skills which will have application on the job. A possible 
danger in too. thorough a relation between training and job 
is that the training might become aimed at the short run 
problem or become enmeshed in detail. 

Every effort should be made to design the training 
program in such a manner as to permit the maximum amount 
of participation from the supervisor. In this manner, he 
will have less of a feeling that the learning is being im- 
posed on his thinking. He will be less likely to outv^ardly 
accept and inwardly reject ideas or concepts if permitted 
ta actively engage in the solutions to problems faced in 
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the classroom. Learning through experiencing the conditions 
of the course material is more likely to have a lasting ef- 
fect on the supervisor, he vzill be more willing to apply 
these new concepts or ideas on the Jobo There are pro= 
blems with parti cipative methors of training, however. If 
the group is too large, the participation msy be dominated 
by one or two individuals at the expense of the more re- 
ticent trainees. Some training situations do not lend 
themsjelves to active participation, i.e., the use and appli- 
cation of safety features on an e^losive device. 

The proper selection of instructors has a great bear- 
ing on the reception to the course and the amount of knov/- 
ledge imparted. Basically, the instructor should have a 

thorough knowledge of the topic, be familiar with the in- 

q 

struction techniques used, and have a desire to teach. 
Supervisors will be more attentive to instructors that are 
recognized as expert in the field of instruction. If the 
instructor is from the hierarchy, supervisors are likely 
to be more responsive because of a feeling that management 
is truly interested in their development. Considerable 
attention should be given to the instructor’s preparation 
for a course, "one thing is necessary for good instruction; 

q 

Willard ,E. Bennett, Manager Selection , Education 
and Training (New York; McGraw-Hill Book Company, Inc., 
1959), p, 134. 
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preparation, ItL is essential for any presentation^ 
whether participative or non-parti cipative, Manage- 
ment can do much to this end 9 in the provision, of instruc- 
tion guides, procurement, of teaching aids, texts, and in 
the preparation of technical handouts. However, most of 
the responsibility for preparation rests with the instructor 
and he should be aware that success or failure of the 
training situation rests in large part on that preparation,. 

If the organization is of the size to support a staff 
concerned with the training function, then their activities 
should include: 

1, A continuing study of organizational policy 
and procedure to aid line management in creating an atmo= 
sphere conductive to growth and development of the indivi- 
dual supervisor, 

2. Provide competent counsel to those managers 
involved with the responsibility of subordinate supervisory 
development in the procurement and utilization of those 
training vehicles most suitable to need, 

5. Development of administrative data useful to 
the training situation, and maintaining records or statis- 
tics used in determining training progress, 

^^John H, Proctor and Villiam M. Thornton, Training ; 

A Handbook for Line Managers (New York: American Manage- 

ment Association, 1961), p, 110, 

14 
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It follows^ then, that staff participation in the 
training program is important, but must be considered in 
the proper context, i»eo, the role of the staff is secon- 
dary to that performed by line management » Beckman cites, 
cases of several hundred firms that undertook successful 
training courses, only to drop them when line management 
lost touch with the program,,^^ 

Follow-up to training .. The responsibility for super- 
visory development does not end with the establishment of 
a course of instruction^ T^p management should be quite 
interested in the results obtained, since training at 
any level is a costly affair. Management should also be 
concerned whether trained supervisors are actually putting 
their new knowledge to good use and whether supervisDrs are 
motivated to continue a program of self-development. 
Supervisors may be frustrated in trying to put recently 
learned techniques to use and some form of encouragement 
may be necessary to maintain morale and interest. Thus 
a follow-up program to formal training takes on important 
aspects. Although primarily the line manager'’ s job, follow- 
up should be a joint effort between the line and staff. 

The training specialist will be involved in all future 

0. Beckman, How to Train Supervisors (New York 
Harper & Brothers Publishers, 1944), p« 112. 
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training and will be desirous of feedback that may be use= 
ful in improving new courses. A follow-up program may be 
designed along the follov/ing lines; 

1,. A system of performance appraisal that not 
only feeds performance information upward, but downward 
to the individual supervisor. This provides material and 
incentive for a program of self -development. 

2. Guided discussion periods wherein the 
supervisors are encouraged to discuss problems' encountered 
since training, applications of techniques learned in 
training, and comments or recommendations for future train- 
ing sessions. These periods provide opportunity for sub- 
jective measurement of training results. They should also 
serve to enhance the retaiti on level of supervisors. 

3. Regularily scheduled visits, to other depart- 
ments, governmental agencies, or other organizations of 

a similiar nature, x^ill present opport\mity for active 
interchange of ideas and reinforcement of learning. 

4. Encouragement of participation in part-time 
educational sessions at the local college or university, 
and membership in trade associations or professional 
societies, acts as a valuable aid to maintaining interest. 
This also provides- a steady influx of new ideas. 

Those involved with an organization’s training program 
should maintain an active interest in what is new in the 

16 



field* It may be necessary to provide refresher course of 
the type that will bring the supervisor up-to-date with 
the changing conditions in the field of interest* In 
shorty management cannot develop a training program and 
then rest on their laurels, they muat be responsive to 
change and in order to maintain a successful program it 
must reflect that change. 

In summary .. Pressures exist that make supervisory 
development a vital function in any 'going concern”.. By 
and largey the supervisor cannot cope with his. develop- 
ment alone, he must be aided and encouraged by the organ- 
ization and its management. Through the eatablishment 
of a training program, management provides encouragement 
for supervisory development. However, this can not be a 
canned evolution, it is a process that proceeds in three 
distinct stages; preliminary, where management sets the 
stage by discerning the need and setting the goals for 
training^ program, actual conduct of training, during 
which management has responsibility for presenting 
material at the proper level, relating training to job 
needs, and selection of instructors with ability to im- 
port the desired learning^' and follow-up, where manage- 
ment has the responsibility for encouraging continued 
self-development. 
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3. The Bank of America and supervisory development. 

Bank of America has long had a reputation for being 
an aggressive, active organization, A reputation that 
is well deserved, for in sixty years it has grown from 
a rather inconspicuous local f i im with resources of 
$285,000, to the world's largest private bank with re^ 
sources of $14,-7 billion. The bank employs in excess of 
28,000 persons in more than 800 branch offices in Cali- 
fornia,. Projected plans are for the addition of some 
30 to 35 nev7 branches per year, A wholly-owned subsid- 
iary, Bank of America-New York, (International), adds 
another 34 branches, and offices to an already impressive 
total. An affiliate, Banca d'America e d' Italia has 
some 82 branch offices throughout Italy, ^ Thus the 
problem of first-line supervisory and management develop- 
ment at Bank of America takes on an international flavor. 

This type of growth and expansion must be accompanied 
by a great increase in the problems of recruiting, select- 
ing, and training of managerial personnel. A, P, Giannini, 
Bank of America's founder, foresaw some of these problems 
prior to his retirement as bank president in 1936, It 
was at that time that Mr, Giannini established a $950,000 

^Bank of America, Annual Report , 1963» (San Francisco) 
pp, 1-15. 
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trust fund specifically for use in the education of bank 

officers and in researcho A like amount was added at 

2 

the time of his death in 1949= The money serves as a 
foundation for the bank's training activities which now 
involve a staff of 85 personso In addition;, some 400 
management trainees are processed through various pro- 
grams each yearo This group provides the nucleous of 
personnel to be selected for first-line supervisory bil- 
lets and is recruited almost exclusively from the college 
campuSo Training for management trainees is primarily 
on-the-job supplemented by in-house formal training ses- 
sions, and guided home studyo Three progrejns are cur- 
rently in use, the description of one is presented in 
table I, Upon satisfactory completion of the program in 
table I, the trainee vrould be. assigned as an Assistant 
Trust Officer. Similiar programs are designed to pre- 
pare trainees for careers in commercial branch banking 
and international ban^cing. During the training phase 
each student is assigned to a training officer who keeps 
informed of student progress through monthly visits, re- 
cords of which are maintained on IBM cards and processed 

2 

Statement by Ralph E. Boynton, personal intervlew<„ 

^Ibid., 
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TABLE I 



TRUST TRAIl'IIr.'G PROGRAM 

Cammercial Banking In- Trust Basic Training 

doctrination, Branch 
Assignmait 

4' Hontha 3 Months 



Electronic Accounting 
Commercial and Savings 
Teller 

General Ledger 
Note Department 
General Banking Operations 
Operations Officer 
Personnel Administration 
Loan Platform 

Lending Functions 
Business Development 
New- Accounts. 



Main Office Assignment 
Trust Accounting 
Real Estate 
Inspection 
Insurance 
Appraisal 
Sales 
Securities 
Control 

Cage Operations 
Analysis 
Reviews 
Taxes 

Corporate Trusts. 
Reconvey ances- 
Fo redo surea 



Trust Administration 



17 Months 

Assigned for position rotation, in either of the 
two Trust Headquarters or in the District Trust 
Offices statewide as a Junior Administrator with 
authority to sign as Pro-Assistant Cashier. 
ON-THE-JOB Training-Includes guided work 
involving the following:- 
Private Trusts 

Probate Estates-Guardianships 

Testamentary Trusts 

Employe Benefit Trusts 

Street Bonds 

Subdivisions 

Oil Royalties 

Escrows 

New: Business Development 
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electronically. In addition, examinations are given at 
regular intervals on material covered in the home study 
courses. Practical on-the-job training, such as that de- 
scribed in table I, has certain advantages in that it 
does build on the actual experiences of day-to-day op- 
erations, i.e., one learns by doing. It also provides a 
warm body to fill in where shortages of personnel may 
exist, A firm scheduling of the various stages of train- 
ing, which is done at Bank of America, permits the trainee 
to attach goals and objectives to fche training. This helps, 
to maintain interest during the more mundane phases of the 
training cycle. Since on-the-job training is normally 
spread over a greater period of time than classroom train- 
ing and usually involves interaction between just two 
people, the teacher and the trainee, there is greater op- 
portunity for reinforcement of learning by reward or 
punishment. Additionally, it provides more chances for 
the trainee’s response to the learning situation. Feed- 
back of results is usually immediate, another factor to 
enhance learning. ”A trainee demonstrates the acquisition 

I 

of a skill by performing a skilled act, Thus eliminating 

William McGehee and Paul V7. Thayer, Training in 
Business and Industry (New York; John Wiley & Sons, Inc,, 
1961), p. 133,. 
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one of the limitations of the classroom teaching situation, 
in a decentralized operation such as at Bank of America, 
there are inherent disadvantages to the on-the-job train- 
ing method: 

1, It is extlremely difficult to standardize 
training, for the supervisor of each trainee will have 
different methods and techniques for attacking one pro- 
blem, Firmly established policy and procedure from the 
upper echelon will help to alleviate this problem, but 
this has a tendency to remove one of the advantages of 
decentralization. 

2. On-the-job training is a time consuming af- 
fair and there is no guarantee that the trainee will re.- 
main with the firm upon completion. At Bank of America 
the three programs available take from 12 to 24 months, 

A considerable investment in time, when one considers 
the possibility that this newly gained knowledge may be 
used in the employ of a competitor,. 

3, Success as a supervisor does not guarantee 
success as a teacher. The size of this operation (400 
trainees per year) suggests that some trainees will be 
assigned to supervisors that are highly qualified bankers, 
but may lack the ability or desire to impart their know- 
ledge to a trainee. Real or imagined, supervisors may 
look upon the trainee as a threat to their security, thus; 
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the quality of learning will suffer, 

4. Management trainees, like midshipmen, live 
in somewhat of a no-man*'s-land. They are neither officers 
nor employees. Uncertainty exists as to future assign- 
ments upon the completion of training. Example from 
material on the International Banking training program: 
"Location of assignment is based entirely on the Bank's 

5 

needs, " 

It seems a paradox to suggest improvements at Bank 
of America for success and Bank of America are terms 
that are. almost synonymous. However, it is. felt that 
improvements in the management trainee program could be 
made, First, the training department at Bank of America 
has demonstrated an ability to develop formal training 
courses of great usefulness to banking operations: 

1,. An accounting course that utilises scientific 
teaching machine methods, under the supervision of borrowed 
university professors. The course is given in four 7 hour 
sessions and is reputed to be the equivalent of one semes- 
ter of college accounting,.^ 

2 ^ Coursesi have been established at various 

5 

Bank of America, Opportunitie s for Management 
Training (San Prancisca7l9^3Tsr"F^12, 

g 

Statement by Ralph E. Boynton, personal interview. 
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colleges and universities in the state designed to give 
branch management personnel insight into the problems 
faced by branch customers » Examples are; a bank designed 
course in farm management given, at the University of Cali- 
fornia, Berkeley; retailing at University of Southerru 
California;; and farm product processing and marketing at 
California Institute of Technology, 

The basic training in all three management training 
programs concerns commercial beinking operations and is, 
from 4 to 9 months duration. This phase of the training 
could well be formalized, which would have the advrntage 
of a standardization of training, as well as ensuring ade- 
quate teaching. It would also present an early opportunity 
to eliminate trainees that are not of a banking mein through 
testing techniques, thus reducing the coat of future 
training. Classroom learning would be reinforced by later 
experiences in the on-the-job training phase. Human re- 
lations training, considered a weakness of the bank's 
cfverall training efforts, could be readily interjected 

7 

into the formal classroom phase,. This would simplify ad- 
ministrative problems, consume less time, and allow 
greater opportunity for trainees: to determine career 

7 

Statement by Ralph E„ Boynton, personal interview* 



24 



patterns. Second, raise management trainees to officer 
status upon satisfactory completion of the formal phase. 
This would give them additional status and increased incen 
tive for the on~the-job phase. It would also tend to 
stabilize the job plans of the trainees. Considering 
the size of Bank of America, employee retention could 
be quite a problem. During 1963» 484 of the 3200 pro- 

O 

motions from within were to first officer status,. 

The bank maintains a research staff of about 75, 
with main areas; of interest in EDP methods, communications 
bank services, and business services. The staff is 
headed by a senior vice-president, thus ensuring that 
top management is kept informed of innovations in the 
banking field. The graduate schools at Dartmouth, Stan- 
ford, Harvard and the University of V/ashington are uti- 
lized for graduate training of selected managers. 

While management training, particularily at the 
lower levels, is quite extensive at Bank of America, it 
is considered that there are weaknesses in the program 
that could prove costly and deserve attentioni 

1. No attanpts are made to determine the scope 
of supervisory activity in order to more closely relate 

O 

Bank of America, Annual Report . 1963 (San Francisco) 
p, 18.- 
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training job needs. Likewise, no review of job descrip- 
tions or supervisory responsibility and authority is con- 
ducted. Individual performance records of supervisoiy 
personnel are reviewed annually, but not necessarily in 
connection with proposed training. This is probably a 
result of feelings in the training department that its 
members are ful]y aware of the problems and environment 
of supervisory personnel, since most of the personnel 
in this department had previous experience in operating 
billets. 

2, Broad training needs of the organization 
are presented tb the training department in the form of 
manpower studies which indicate present inventories of 
personnel and projected plans for personnel requirements, 
Within the constraints of a training budget, the training 
department then develops what it considers will fill these 
needs. Programs: are not always instituted with the ap- 
proval of line management, however, a demonstration of 
what a new course anbodies is usually given to the 
heirarchy.- 

This suggests that line management involvement in the 
training field is restricted to the fringe area and the 
danger exists that with minimal involvement of line 
managers training efforts, might not fully reflect train- 
ing needs. However, line managers are involved as in- 
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structors in formal sessions and in on-the-job training, 
which should provide some feedback on the effectiveness 
of training. Nevertheless, there appears a need for 
greater involvement by the line, particularily in the 
determination of individual training needs. 

As previously mentioned, there is an indication from 
management that much needs to be done in the field of 
leadership and human relations training, probably a re- 
flection of the recognition of trends towards, less tech- 
nical training for supervisors, with more emphasis on 
customer and employee relations. Bank of America has 

instituted courses primarily concerned with customer 
q 

relations, but an inventory of topics suggests minor 
efforts in the area of human and employee relations. 

This may be the result of an impression of authoritari- 
anism on the part of higher officers, at the bank, and is' 
reflected in the bank's system for promotion. In the 
event of an opening, requirements for the position, are 
programmed into a computer which selects several candi- 
dates on the basis; of qualifications. The computer 
selections are then presented to one of seven selection 
boards which makes the final choice. Little out of the 
ordinary except, the immediate superior of the selectee 

q 

Cf . ante . , pp. 23-24. 
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i& not consulted during the deliberations and takes no 
part in the decisiono 
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4o Pacific Gas and Electric Company. 

P.-G. & E. like Bank of America, is the top in its 
field, being the largest privately owned public utility 
in the United States. Assets are in excess, of billion 
dollars and employees number 19,500.. Expansion plans in- 
clude some 225 million dollars in plants and facilities 
during 1064, with long range plans for 2.4 billion dol- 
lars expended between 1063 and 1080.^ 

A research staff of some 75 persons is currently in- 
volved with investigating problems in such diverse fields 
as engineering techniques, nuclear engineering, electronic 
data processing and operating procedures. Membership in 
professional and industrial societies is maintained to 
add to the influx of new ideas in the industry. 

Line and staff personnel attend regularily scheduled 
workshops designed to discuss current problems and sharpen 
decision making techniques. In addition, selected managers, 
mostly engineers, attend college campuses in the state 
for refresher courses' in engineering and mana.gement„ The 
9 month Sloan progrcm at University of California is also 
utilized for management training. 

ITo formal program exists for a study of supervisory 

^Statement by Donald L. Kennedy, personal interview. 
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environment, however, division personnel staff members 
make informal studies of the problems facing supervisors. 
These studies are included in requests to the central 
office training department for inclusion in regularly 
scheduled training sessions or are used for informal 
division training aassions. There is no review of job. 
descriptions by training personnel, as this is. done, during 
annual wage and salary reviews^ 

Indications from PoG, & E,. management are that the 
primary need in supervisory training is in the areas of 
leadership, hiunan relations and decision making techni- 
ques, Less emphasis is being placed on technical quali- 
fications as will be pointed out in a discussion of the 
firm’'s major training effort for supervisors, i.e,., the 
Supervisor’s Training Conference, This course has been 
in use at P.G^&E,. for the past fi-vre years and has all 
the appearances of being highly successful,. It was two 
years in the design phase and presented to management 
in such a format that a complete description of the course 
was given in five minute increments,. Thus a great deal 
of thought and preparation were used to help achieve 
managemenit and supervisory acceptance. In order to 
avoid a lack of response sometimes met in training situ- 
ations, it was decided to put attendance on a voluntary 
basis, P.G,&E, has never lacked for volunteers, the 
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courae is presented to 16-18 supervisors one week each 
month, with intentions to increase this to twice monthly 
in the near future. Although nat a condition, of employ- 
ment or promotion, it is generally concluded that per- 
sonnel passed over onoe or twice have a much better 
chance at promotion, and are given more consideration 
after a good performance during the training session. 

Since much of the program depends on class discussion, 
the conference begins with a breakfast at a nearby hotel, 
attended by trainees, instructors, and one or two members 
of top management. This serves to set trainees at ease 
and helps develop group interaction as the group is us- 
ually a composite from the 15 divisions of the fi m. It 
also helps to create an atmosphere that management is 
truly interested in their development. The first session 
is presented by the manager. Personnel Relations and isi 
designed to give trainees an overview of the program and 
how it fits into organizational objectives. Following 
this is a two-hour period during which the trainees are 
broken up into small groups each vrith a discussion leader,. 
During this session the leaders attempt to ascertain and 
develop supervisory needs in training, as well as guide 
the trainees in the establishment of objectives concerned 
with the training period. This should produce a desi- 
rable effect on trainee motivation and improve the 
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interest level,, This week in the life of the supervisor 
is not to be construed as a vacation as can be seen in 

f 

table II, which presents a typical day, with course 
descriptions. 

The last day of the session is devoted to an "inr- 
basket" problem. This problem has been developed to 
summarize all training from previous days.. Basically 
a stress situation, all students are given a package of 
letters, memos, and other correspondence typical of that 
which may appear in the in-basket of a company executive. 
The correspondence concerns several areas: employee 

relations, customer relations, and problems in production. 
Some of the correspondence is inter-related, while some 
pieces supersede others in the pile. If minor items, 
such as dates or signatures, are overlooked the student 
may fail to make the desired connection with various 
sections of the correspondence.. Students, are given one 
hour to read, differentiate, and take action based on 
infoimation contained in the problem.. They are required 
to commit themselves., on. each separate item. Actual or 
recommended solutions are then taken up in class discus- 
sion. A sample problem with instruction is presented in 
appendix 1.. 

The "in-basket” problem appears to be a very good 
simulation technique that requires student participation 
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TABLE II 



CLASS SCFEDULE = TUESDAY 



TIME 

0815 



1000 

1050 



1500 



1445 

1545 



TITLE 



DESCRIPTION 



"Eye of the Attempts to develop percep- 

Beholder" tion of others, Usea group’ , 

labeling techniques, io-e,, 
group is shown a film where- 
in four persons give their 
opinions of a fifth. Trainees 
develop own opinions, then 
after class discussion are 
given another film clip that 
brings out actual personality 
of the subject* 



Company executive A senior vice-president 

givea- a lecture concerning 
his specialty in the firm. 



Problem solving This session concerns^ a case 
by the "incident study wherein students attempt 
procesES- to develop critical areas and 

provide solutions to a problem. 



Organi^tion and A lecture concerning the firm* a 
cooperation organi^tional structure and - 

problems of inter-unit coop- 
eration, At the end ol period 
class discussion is elicited 
about current problems in 
cooperation and recommended 
solutions. 



Company executive A senior VP, same aa 1000 session. 

Setting standards Class discussion on current 
of performance in-house problems; of perfor- 
mance standards. Methods are 
discussed both from the stand- 
point of the supervisor and the 
individual. 



1645 Tour - gas control 
center, 

NOTE - class perioda are from beginning time of one session 
to beginning time of next, except one hour lunch 
break. 
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to the utmost, for not only must the traineea take action, 
hut this action must he juatified during the discussion 
periodo Traineea are aware that this technique will he 
used and results evaluatedo They are therefore motivated 
to remanher and apply the concepts developed during the 
earlier part of the course. The problem also requires 
a look at company operations from other than the super- 
visory perspective. This helps to develop a greater 
understanding on the part of the supervisor for the pro- 
blems that face his immediate superior. 

The company president, Mr. R. H,- Gerdes, started at 
P.G.AE. as a lamplighter with little formal education, be- 
yond the grade school level.. His background as a '•self- 
made” man is refleated in all company training programs.. 
Emphasis is very heavy on self development of the indivi- 
dual and setting the environmea t to stimulate that self 
development.. 

People develop themselves, and the development 
of an individual takes place only when there is 
adequate opportunity around him and desire with- 
in him to do so. The plans and programs encom- 
passed in the Management Development Program are 
aimed at accelerating this individual development 
process by providing more opportunities for in- 
dividual growth, and creating the most fertile 
climate wherein every individual^will e 2 q)erience 
the desire for self-development. 



2 

Management Development Manual . Pacific Gas and 
Electric Company (mimiographed company publication), p«. 4. 
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The company's program for managerial development en- 
compasses all levels of management from the first line 
supervisor on up. Basically, it is in three phases: 

Ic A de.termination is made of the number of 
candidates required to fill projected vacancies in the 
management ranks by the personnel department. Included 
in this determination are the requisite qualifications 
for each job. 

2,. Annual appraisals are made of each supervisor 
and manager, by immediate superiors.. This is done in two 
separate reports designed to appraise present performance 
and potential, A determination is then made as to what 
experience or development is necessary to prepare the 
individual for the next echelon.. 

3o. Training requirements are then determined 
from the difference between, qualified individuals and 
number of projected candidates. 

Procedures such as this, properly administered, 
serves several important functions. First, organiza- 
tional training needs and objectives are developed. 
Secondly, training requirements are placed on an indivi- 
dual basis and individual development goals are deter- 
mined.. Third, it peimits an accurate determination of 
budget requirements for training purposes. These factors 
should provide a healthly training climate thus improving 
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management approval and employee acceptance. 

The training budget for supervisoxy personnel seems 
austere, considering the company’s size, the number of 
supervisors (2,000 plus), and the number of potential 
supervisors. The expenses for 1963 totaled $62,400,^ 
broken down (table III), the figures and how spent in- 
dicate a necessity for careful planning. 

Measurement of the tangible results of training is 
a difficult task in any organization. At P„,G..&E several 
methods are used with accurate records kept by the train- 
ing department for possible use as selling points, for new 
programs.. The methods include; 

1., A modified "critical incident" report from 
the supervisor's senior. Example, supervisors are 
taught non-directive counseling techniquea.. While in 
the process of using this technique with a troubled 
subordinate, the supervisor is observed by his senior 
who maikea what notes he can and reports his observations 
to the training department.. This type of report has 
several drawbacks. First, the reporting senior may be 
unaware of unsympathetic with new, techniques, as a result 
the supervisor’s applications of same go unnoticed. 
Second, seniors may feel that an unsolicited report will 
just add to the administrative burden so a report is not 



^Company report 
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TABLE xlx 



ANNUAL BUDGET BREAKDOWN - SUPERVISORY TRAINING 



AMOUNT 

$ 15,500 

$ 22,400 

$22,000 

$ 4,500 



Where what for 

Management Development of skill in 

Workshops decision making techniques, 
problem solving and super- 
visory techniques in admin- 
iatrationo. 



Supervisor® s 
Conference 



Concepts of human relations, 
leaderathip, communications 
and supervisory techniqueSo. 



Universities Technical training in new 
and colleges fields or refresher training 
in areas of technological 
interest* 



Miscellaneous and travel 
expenses*. 
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filedo Third, seniors may be unfamiliar with a new 
technique and file what amounts to a false or mislead- 
ing report, thus lowering the reliability of total 
resul ts, 

2. Four to six weeks after the training seasiom 
a staff member calls on the trainee and his senior to ob- 
serve the trainee in action and to review briefly some 
of the subjects undertaken during training. He also 
solicits a critique of the course from the supervisor, 
and a critique from the "boss” on any improvements or 
changes noticed in the supervisors behavior, 

5o Probably the most fruitful method of measure- 
ment is a company policy which requires division seniors, 
in conjunction with the individual supervisor, to estab- 
lish training objectives, the fulfillment of which are 
reported in regular performance appraisals. This allows 
not only measurement, but encourages the individual to 
continue self-development,. It also induces the use of 
newly learned supervisory techniques in actual operations 
that may otherwise have been forgotten v/hen the individual 
left the classroom. 

Refresher training is accomplished through the medium 
of management workshops, one day conferences which are 
held periodically in the divisions. These are primarily 
problem-solving sessions, but afford the opportunity to 
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reinforce previous learning by relating concepts or prin- 
ciples to actual problemso- A 2 day refresher course which 
supplements the Supervisors draining Conference is also 
provided by the training department in the various divi- 
sionSo Supervisors receive a monthly management magazine 
and case studies developed by the American Management 
Association which are worked on in spare time and become 
part of the individuals self-development program mentioned 
abovoo^ Fallow-up to training at P0.G0.&E0 is a fairly 
thorough process that involves both the line and the 
staff 9. Line management helps the individual set goals, 
for self-development sy sets the climate and encourages 
the individual in sslf=developments and appraises his. 
progresso The staff provides follojw-up material and 
trainings,, assists the line in setting a climate for self- 
developments, and maintainar the records of progresSo 

In retrospects, it would appear that Po.Go,&E, is able 
to accomplish a healthy supervisory development program 
on a rather meager budget » This can. be mostly attributed 
to a considerable effort bent towards encouragement of 
the individual through individual attentions^ and the en- 
couragement of a closes, continuous relationship between 
superior and supervisor,. 

4 

Cf ». antO o 9 p, 34o 
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5. Conclusions and acknoivl edgements , 

Supervisory personnel occupy a unique position in to- 
day* Si organizational hierarchy, for they must not only be 
technically competent, but competent in administrative 
mattersE and in dealing with other people. They are under 
pressure from th® management which they serve, as well as 
from the worker than requires the supervisor's attention. 
It follows then that the development of the supervisor re- 
quires special attention. One of the methods of encourag- 
ing this development is the training program. The problem 
does not end with the establishment of a training program, 
for mere lip service to supervisory development does not 
accomplish the task. Basically, the problem is one of 
preparation, for it is only through adequate preparation 
that management can develop a training program that truly 
meets the needs of the job, the individual, and the or- 
ganization, Further, adequate preparation is necessary 
to set the training climate which enhances supervisory 
interest, motivation, and retention. It is also necessary 
to tell management where it has been with superviso;ry 
training, where it is going and how it geta there* 

Supervisory training should not be construed as a 
one-time affair, but as a continuing process that takes 
place not only in a classroom but in the day-to-day inter- 
action between manager and aupervisor. In this sense 
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management must recognize its responsibility to the in- 
dividual and the organization by encouraging a program 
o;f supervisory self-development and by providing the 
facilities and guidance necessary to that self-develop=- 
mento 

A continuing education does not end at the super- 
visory level but must extend upwards through the hierarchy,, 
a situation which is dictated by rapidly changing con- 
ditions in all fields of endeavor,, Essential at all 
levels of continuing education for managers is some under- 
lying background in theory which will provide the con- 
tinuity and foundation for changing economic and social 
conditions. These factors will have a considerable effect 
on the attitudes, aptitudes, and successes of top manage- 
ment which in turn will be reflected in the actions of 
the supervisor. Thus, training and education for super- 
visory personnel is not limited to the formal training 
program, for much is to be learned from the example set 
by higher management. 
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THE IN-BASKET PROBLEM 



INSTRUCTIONS 



Each person will work this problem independently o 
YOUR SITUATION 



Assume that you are Sam Conway and that you have just been named Manager 
of the Elko District of the Nevada Power Company o 

The Nevada Power Company's service area is divided into two widely 
separate and dis tinct geographic areaso The majority of the Company*s activities 
are centered around Las Vegas, in the southwestern corner of the State, while the 
Elko District is in the northeastern section* Nevada Power has been growing rapid- 
ly due to a series of economic booms and now has approximately 150,000 customers 
and an annual revenue approaching $18,000,000* Its residential customers lead the 
Nation in annual usage of power* 

Approximately 85% of the Company's 400 employees are located in the Las 
Vegas area, including the General Office Staff groups* Experienced manpower has 
been a recurring problem during the recent periods of rapid expansion and on 
several occasions Nevada Power has turned to other utility companies for key men* 
Pacific Gas and Electric Company has been a favorite target with the most recent 
acquisitions being A* J* Swanking (Vice President and General Manager) and Paul 
Suranskate (Manager of Electric Operations)* 

The expansion of the Las Vegas area (the original area of operation) was 
augmented two years ago by the purchase of the Elko Power Company, a small firm 
servicing the northern Nevada city of Elko and the surrounding area* The Elko area 
is predominantly a cattle production center and is generally considered to be one 
of the last frontiers in America* Several very large ranches are among the Com- 
pany's most influential customers* 

Following the merger, the Elko area was organized as a separate district 
of Nevada Power, with boundaries roughly parallel to those of Elko County* Busi- 
ness offices are maintained in Lamoille, Wells and Halleck, in addition to the town 
of Elko* Due to its geographic isolation, Elko District is not interconnected with 
the rest of the Company's system* It has three sources of generation; a small hydro 
plant . of its own at Lamoille Canyon, two small diesel units for peaking, and trans- 
mission lines connecting it to Idaho Power Company's hydro plants on the nearby 
Cedar and Salmon Creek systems* A gas distribution system is operated in Elko and 
it is intended to extend service to Wells and Lamoille as soon as sufficient cust- 
omers are available* The entire area has been actively developed by R* E* A* advo- 
cates, and the District is surrounded by Co-ops and Utility Districts* 

Since the merger, HAROLD BENSON, the District Manager, has been empha- 
sizing the consolidation of his organization and the integration of the District 
into Nevada Power Company* Recently, it was decided to replace Benson with a man 
from outside the Company* You have been selected from a large number of candidates* 
Your appointment was to be effective July 1, 1964, with May and June being spent as 
Benson's assistant* On April 25, Benson suddenly became ill and was flown to a Las 
Vegas hospital, where he lapsed into a coma* As a result, the effective date of 
your appointment was moved up to May 1, 1964* 
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The General Manager has discussed with you the problems involved in 
strengthening the District’s overall efficiency* In particular, he stressed the 
necessity for a greater degree of decentralization, with the various supervisors 
assuming a substantially larger degree of responsibility and authority in solving 
their own problem* It was generally agreed that you should have full authority 
to proceed at your own discretion * 

Through your previous experience in the utility industry, you know a few 
of the key people in the Elko District* In preparing for your new job you jotted 
down some short notes on these men* These biographical sketches are attached, 
along with a partial Company organization chart, a map of the Elko service .area.',* 
and a calendar* 

You arrived yesterday afternoon at Elko and spent the remaining hours 
of the day becoming acquainted with your new staff and going through the offices* 
These contacts tended to confirm the biographical notes you had made, 

THE PROBLEM 

In one hour you must leave for the airport to fly to Los Angeles where 
you will attend a course for Utility Company Supervisors at U* C* L* A* The course 
is to last through Saturday afternoon and you will return to the office next Monday 
6 days from today* The attached correspondence is in your in-basket and looks as 
though it should be handled before you leave* 

You are to go through the entire packet of papers and take whatever 
action you think appropriate* Write down every action you take on each item, inclu 
ding notes to your secretary, to yourself, and to others* Draft or write letters. 
Write out any plans or agenda for meetings or conferences you would call. Also, 
record any telephone calls made* 

REMEMBER 



You are Sam Conway, the new Manager of the Elko District of the Nevada 
Power Company. In one hour, you must leave and you will be gone for six days* It 
is now 8:15 a*m*, Tuesday, May 1* You will return on Monday, May 7, Write out 
every action you take on each item* 
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SAM CONWAY’S 



ART HAMBLY 
Commercial Sales 
Representative 



BILL ZEN 
Supervisor of 
Generation and 
Maintenance 



LEN FROST 
General Foreman 



ROGER SAMUELS 
Office Supervisor 



LARRY SMITH 
Heavy Line 
Foreman 



NOTES ON ELKO DISTRICT EMPLOYEES 



Makes decisions quickly and easily, doesn't like to 
think problems through, sometimes jumps to conclu- 
sions as result, knows saleswork thoroughly, not 
interested in other phases of business except as 
they affect saleso 



Gruff manner, high work standards for both himself 
and his people, engineering degree from prominent 
midwestern university, an old-timer with the Company. 
He is inclined to be concerned more with the techni- 
cal aspects of the job rather than his administrative 
responsibilities . 



Apparent work horse, always busy, works long hours, 
quality of work high but volume low in comparison 
to time spento Sometimes late in reportSo Last one 
to arrive at conferences. Has resisted accepting 
additional responsibility and has indicated that he 
is not interested in further promotions. 



Hesitant, uncertain, takes criticism hard, fears 
failure, fears being wrong, performance character- 
ized by thoroughness, consistently high quality. 



63 years old, started 39 years ago with Elko Power 
Company, all experience in overhead line department. 
Knows line construction well, has been Foreman for 
last 10 years. Weak on paper work, performs assign- 
ments well though not agressively. 



A1 




PRESIDENT 
C.P, STRONG 
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Nevada Power Co« 

For Intra-Company Uses 

Division or 
Department VP GM 
File No. 

Re Letter Of 

Subject Management Conference at U.C.L.A. 



April 30, 1964 



MR. SAM CONWAY: 

I know this is a terrible time to send you to a Manage- 
ment Conference but I think that it will be an invaluable aid to 
you ,on your new job. Since this four-day program at U.C.L.A. is 
only given once a year, you can’t afford to miss it. 

Our Personnel people will be interested in your evalu- 
ation of the program when you get back and would like you to 
submit a written report as soon as possible. They tell me that 
you won’t have much time for sight-seeing since they work you 
night and day from the time you get' there until the time you 
leave. 



I will be attending a convention in Chicago during the 
week of May 6-10. As soon as I return, I'd like to talk to 
you about how things are going at Elko and to hear your report 
on the U.C.L.A. class. 



Good luck. 



A. J. SWANKING 

Vice President and General Manager 




AJS : sa 

PS: - Incidentally, you can rely on your secretary, Lucille Ives, 
to give you a lot of help. She is intelligent and is very 
familiar with the operations in the Elko District. 
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April 30, 1964 



Dear Mr. Conway: 

I am taking the day off tomorrow. I hope you don’t mind. 

I will be taking care of some things downtown in the afternoon but 
I expect to be at the dressmaker’s all morning. If you need me, 
you can call me there, the number is DE 7 - 1699, 
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April 30, 1964 



Managerg Elko District 
Nevada Power Company 
Elko, Nevada 

Dear Sirs 



I own and operate a tavern called the Silver Saddle in 
Halleck, Your gas crew has been having coffee in my place for 
several weeks. Each day they seem to stay longer. Today they 
took up four stools for one and a half hours and only bought- 
cof fee. 

I can*t make any money this way. Can you please do some- 
thing about this? 



Very truly yours, 




Sam vale 
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ACTION MEMO 



5B 



To: Harold Benson 

From: Vice President, Operations 

Re: .attached memorandum from Jack Newberry 

We'd better look into this. Will you get me the necessary information 
for our May 5th meeting? 

April 24, 1964 



56 



% 



5C 



ACTION MEMO 

To: Vice President, Operations 

From: Jack Newberry 

(Special Assistant to the President) 



I happened to run into Stu Flood of the Warm Springs Ranch at the last 
Pacific Coast Electrical Association meeting. During the conversation 
he mentioned hopes th^t line extension delays could be ironed out in 
the near future. 

This might be something we should act on, considering who Flood is. 



April 23, 1964 
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Nevada Power Co. 

For In tra- Company Uses 
Division or 

Departnient GENERATION AND MAINTENANCE 

File No. 

Re Letter Of 

Subject S^iri Hinman, Electrical Technician 



April 30, 1964 



MR. SAM CONWAY: 

Last Friday we asked Sam Hinman, our Electrical 
Technician, to report for overtime work on Saturday because 
of an emergency overhaul. He told me that he would not come 
in and further said that he didn't need to give any reason for 
his refusal. 

On Saturday he did not report for work. This morning 
I personally discussed his failure to report for work on 
Saturday with him. He again refused to offer any excuse or 
explanation. 

What action do you recommend? 




BILL ZEN, Supervisor 
Maintenance and Generation 



BZ:e 
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EMPLOYEE DSVELOPLSNT WORKSHEET 
CLASSIFIED EMPLOYEES 

CUSSI7ICATI0N. . . L0CA7I0PI. . . .PPRP 



INSTRUCTIONS; Ploaso chocl; the one ctatencnt vhlch nost accurately dcscrlbca cnployac'a current porfora- 
ance. Each trait has threo possible ansvers, Choch only ono of those ansvoro for each tr^it ‘'■’sted. • 

Use notes to coxsiant for clarity. 



GENERAL REQIJTREIE.N^S 



Xi»’OWLESGE 07 h’cri\: Under standing of 'ob duties and nroccdurcs • 



Needs considor^bl 
instruct 1 r - 



L ! h'oeds occasional [^Enovlod^;;© at a very 

iilstriLitlon Y '■ -L ' .'^-2 



Has 20 years in 
Gas - all at: Elko. . 



D Should increase 
outaut 


□ 


Puts out average 
anount of work 


w used to be 

12S. Voluno at ] 

desirable level I 


Understand he used to 
get cut a lot of work. 


QUALITY 0? h^OEIC; Accura 
standa 

Needs Ixprovcncnt j 


cy 

rds 


and thoroughness, conp 

• 

1 Usually accurate and I 
thoroup'h 


ared to highest j 

[ZlF^intains highest ! 


PLANNING OH L.AYI2;G OUT U! 

[^Neods constant 
asslstanco 


ok:^ 

V/ 


1: Ability to nako nos 

and natorials. 

Fairly offoctlvo, . j 

needs occasional 
as sis tan 


t effective uso of t^o j Okay for himself, but 
— j has trouble laying out 

1 IVory systematic and j job for crew. 

effective 1 


SAFETY HAEIIJ: C..rof'oln^ 

verhor? 

Qdocs not observe : 

prepor prec-'''t 'em 


CS£ 

□ 


J with solf and others. 
1 Usually careful 

and alert 


( 

Is onployco a safe 

[ 3 c 2 .rGful, good j 

sn^^'etv hrbits • 1 


1 


PERSON/'" CHARACTERISTICS 


. ABILITY TO LE.au: : Abill 

1 I.Very slow to learn | 


ty 

□ 


to grasp now ideas and 

1 Takes more timo 
than normal to 
■ r.h.qorb Instruct 1cm 


procedures . 

[jLearns rapidly, | 

good conpr chons ion 


, Have not observed. 

! 


INITIATIVE: Ho'-curcefulnoss, indopondont thlnhln 

application to vorh. 

f^Needs constant Q Steady and wlllin2 

^^supervision and vorhor 

direction 


g, attention and 

ahead on own 
whenever possible, 
enorgotio and 
resourcoful 


Has been sullen since 
I got here. Won’t do 
anything on his. own. 



STA.3ILITY 0? TEKPEHAMENT 

[^UnpredictaEl.o at | 

times ^ li- /uro 


; Polso, self-control, ability to retain 
omotlonal balanco. 

1 1 Occasionally losoc 1 iHoll-balancod, ^ 

noise mature 


Flares up 'easily. 


ATTITUDE: Feelings abou' 

13^0 team spirit, | 

unin tcros ted in work 


t job. Consciontiousness. 

1 Fair interest, and 1 

occasionally lacks enthusiastic, 

onthusipsp. • interested In 


EXPRESSION: Enpres; 

LJjfoeds consldorablo 1 


sing himsolf orally to others « 

[3 Has some difficulty [ZlE::pressos ideas 

-nr ■' " ' p.r v.M t,'n o'* t'’' 


\miTTEN EXPRESSION: Enprosslng himself oe others, In writing.- (If 

required by job duties or employee is a Journeyman) 

[3^Ie©<2s considerablo 1 1 Needs soma training CZI Satisfactory, 

n rt<? roofi •nr.'-'ro'-r. q ty on 


I 


LMPRESSION ON OTHERS: E 

CZlFi-v'^qucntiv cr'.atc:; en’ I 

iiniR.'i^orr o". : ■. r'"'.,..Lr'n 


If ctlvenoss in meeting and dealing with other 
-.vloyees and/or the public. j 

3 Gets r.lon^ well under Ej Always makes a good 

> ^ ;■ '‘.''■''PS'"''. “i 'i on 


LEADERSHIP: .Ability to . 

toamwork. 

lead 


command respect a..^ obtain results through i 

— 71 — 1 1 

A Some qualltlcc , A leader 




A??EA?fE:CE: ?cLoCr,v.l neatness. 

Q Careless with dress | | Accoptablo fer work [^?Alv;ays neat and i 

and personal neatness assignment uelr-groomsd | 
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(Do not Icavo It ”nono“, 007 so) 

Strong points which should bo rocognlsod , end possibly utlllnod core fully. Very good welder 
Aroes ncodlng dcvolopnont • Reading and writing. 

Would you piacG on present job? Yas Con:ncnt. Good welder 

Would you rocerrond for promotion? could Is caployoo rosdy now? 

handle Standard Practices and estimates, 

ir yos^ whGw ^ob or jobs? 

Explain your answer on oupioyec's potential. Can*t handle paper work. 



Chock and/or insert specific plans discussed with the individual Tor his dovolopnont. 

WHAT EMPLOYES COULD DO 

1. Educational courses and devoiopmont activities. Cite specific . cxanplos. 

/ ; Don’t know what is available. 



2. Atteapt tc inprove attitude toward: 
( ) Lnitiative and knowledge 

( ) Safety 

( ) Quantity and quality 

( ) Cooperation 

( ) Public Relations 

( ) (Other) 



THINGS SUPERVISOR SHOULD DO OR RSCOLIMSND WHEN AND WHERE 

APPROPRIATE CITB SPECIFIC EMU-CPLES. 

( ) Special asslgnnontSj or rollof or rotational work. 

( ) Special training on job. 

( ) Arrange transfor- -o noro suitable work. 

( ) Follow-up aopraisal in nonths. 

( ) I-iake an effort to instill interest In areas needing Inprovomcnt. 

( ) ( C thor ) ' ' ' ■ - .. .« 



Innod late Supervisor. . . * 

Reviewed by next 

level Supervisor ; ’ * v * * * 

(ro bw coapletcd before cnploycc dl«cuss4.on) 

Enployeo DiscuSwicn; 

Discussed with enployoe on I ’ 

Date nediato Supervise. 

1st Rovlow; 



2nd Review:' 



A T 



' T\Tn 



Sr •err'/";. 



i Dic’criCw 

.".or ! Six'DsrTlro: 



■ District '* ii-'ji.sior D.’rvi-sioa. ‘i 

«y- • ^ ^ 



rrr.rcr , .t^rma-gor 
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?/ELLS VALLEY RiiNCHES, INC. 
Wells 5 Nevada 

April 26, 1964 



AI?. H/.IL 
SPECIAL DELIVERY 

Mr. C. ?. Sirong, President 
Nevada Power Company 
Las Vegas, Nevada 

Dear Mr. Strong: 

Last week my son wrote your District Manager about the 
outrageous behavior of one of your employees. As yet, he has 
received no reply. I am reluccanr to write you but feel zh^t 
something must be done zo relieve this intolerable .situation. 




LS:e 



April 27, 1964 



liR. C01V/7AY: 



I realize it isn't quite fair to put you on the 
spot; but due to my personal problems, I feel I must discuss 
my situation with you immediatelyo 

I haven’t understood the engineering setup here 
from the start. It seems that none of the estimates or 
designs I prepare are followed. Furthermore, they never tell 
me when they change my estimates in the field. 

I like my work in Elko very much and feel that I 
xjould like to make - career with the Company. However, I 
have been thinking a little about engineering jobs with 
other firms. In fact, Lockheed has offered me a position 
in San Jose, California and I hc^ve to make a decision next 
week. Although my wife's family is here in Elko, the offer 
is going to be hard to turn down. 

Can I talk to you? 




JACK JOKES 

Senior Engineering Estimator 



wj:e 
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To: 



April 27, 1964 



MR, S,lli CONWAY 



From: MR. ROGER SAMUELS 



Office Supervisor 



I just told Lucile Ives that she could take the day 
off on Tuesday of next week. She needed an answer right 
nov7 so I told her it was okay.’ It had something to do vzith 
her adding plans, Lucille is finally going to get married. 
She IS engaged zo an older fellow and they are scheduled to 
get married at the end of Miy. Lucile has postponed ohe 
wadding a couple of times because we were so busy here and 
I think her intended husband is getting impatient. 

Hope this doesn't inconvenience you too much. 




§5 



HA 
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XEVADl 



?oja: 



uu 
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JC3 DID C.3 



^ ^ • • I 



i o .\ 



QUcSTlOXNAiriZ 



LINEMAN 



(name Cr employee) 

RE CONSIDERING THIS EMPLOYEE >0R A 

(joa classification) 

c tr ic ., Overhead . Dapt., Las the duties consist of = 



RUCTIONS; 



PREPARE IN TRIPLICATE. 

j. be filled out by the DEPARTMENT CR DIVISION TO WHICH THE EMPLOYEE HAS INDICATED A DESIRE TO TRANSFER 



CR IN WHICH THE VACANT JOB IS LOCATED. 

PART \ 1 TC BE FILLED OUT BY A SUPERVISOR IN THE DEPARTMENT CR DIVISION WHERE THE EMPLOYEE IS CURRENTLY EMPLOYED . 



HAROLD DZXSCM, DISTRICT MANAGER 



(G. O.DCPT.HEAO CR DU'.MGR.) 



DATE, 



APRIL 26, 1964 



GEORGE ADAMS 



CROrs CUT CNF . 

(HAS BID C.\ A JOB VACANCY IN') 



LAS VEGAS 



(departwcnt or division) 



(joa vacancy no. ) 



_IN the 



(list duties and special REOUIREMENTS IF NO 



£ r 1 M T 1 ON ) 



RDER THAT WE MAY GIVE PROPER CO.\S I DERAT I ON TO THE ADOVE. 'WILL YOU PLEASE ANSWER THE FOLLOWING 
TIONS; 



A . F . Car t xcr i g h t , ? e r s onn e 1 I'R 

(requested by) 



TT ) Las VoTas 



( ADDRESS ) 



fD /• 'T T * J 

DOES EMPLOYEE HAVE A FULL KNOWLEDGE OF PRESENT JOB? 

IS EMPLOYEE A GOOD WORKER? 

DOES EMPLOYEE GET ALONG WELL WITH OTHERS? 

IS EMPLOYEE FREE FROM PHYSICAL HANDICAPS? 

VOULD YOU BE WILLING TO ACCEPT HIM BACK INTO YOUR DEPT. CR DIV.? 
DOES EMPLOYEE HAVE SAFE WORKING HABITS? 

VHAT IS EMPLOYEE'S BIRTH DATE? 

VHAT IS EMPLOYEE'S EDUCATION? 



YFS 



NO 



VHAT IS EMPLOYEE'S PRESENT CLASSIFICATION AND WAGE RATE?. 
VHAT IS: 

A. EMPLOYEE'S COMPANY SERVICE DATE? 



3. EMPLOYEE'S CLASSIFICATION SENIORITY DATE? 

C. DATE EMPLOYEE REACHED TOP OF PRESENT CLASSIFICATION. 

D. EMPLOYEE’S DEPARTMENT AND SUBDEPARTMENT 



)0 YOU CONSIDER THIS EMPLOYEE QUALIFIED TO PERFORM THE DUTIES EXPLAINED IN PART I?. 



(yes) 



(.NO) 



explain. 



SE RETURN THIS QUESTIONNAIRE IN SEALED. 
LOPE MARKED CONFIDENTIAL 



R IBUTION: 



I DEPARTMENT OR DIVISION Pr.EPARiNG PART . 

LH send 3 COPIES TO DEPARTMENT OR DIVISION 
iN WHICH EMPLOYEE IS CURR..NTLY EMPLOYED. 



department or division preparing part I 



DEPARTMENT OR DIVISION REQUESTING INFORMATION 
J GENERAL OFFICE PERSONNEL DEPARTMENT 



J EMPLOYEE'S DIVISION PERSONNEL FILE. 



/ 



Nevada Power Company 

For Intra-Companv Usee 
Division or 

Department PERSONNEL 
File No. 

Re Letter Of 

Subject Jack Jones ^ Senior Estimator 



April 26, 1964 

HR. SAM CONV/AYs 

I enjoyed seeing you again this morning. As I told 
you before, all of us are very pleased to have you join our 
Company. sure that it will be mutually profitable. 



One thing I forgot to mention is the help we are going 
to need from you in developing one of the m;OSt promising young 
engineers to ever come into Nevada Power. His name is Jack 
Jones, and he is presently assigned to Elko as a Sr, Estimator. 
He is a young (23 years old) college graduate in Electrical 
Engineering from the University of California, He x^7^3 hired 
here about a year and a half ago and x^jas transferred to Elko 
last June for field experience. He lo intelligent, aggressive 
and has a very strong interest in engineering. He showed very 
good promise in our Engineering' and Electric ^rations Depart- 
ments, though still green and a trifle headstrong. 



We*d like to have a report from you on August 1st 
regarding the experience hw hui> had at Elko, his performance 
and your opinion of his potential. 




A. F. CARTCSIGHF 

Personnel Manager 



HFC:sa 



cc: Vice President &. General Manager 

yice President, Operations 
Manager, Electric Operations 
Manager , Engineering 
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Nevada Power Goo 

For Intra- Company Uses 

Division or General Office 
e-.ertnent Vice President of Operations 
iie No. 850.8 
e Letter Of 
Subject GO 95 Infractions 



April 24, 1964 



MR. HAROLD BENSON: 

District Manager, Elko 

In conf irrpa tion of our discussion last week, I want 
to repeat again that during the last 12 months 120 infractions, 
of GO 95 have occurred on the Elko County distribution lines. 
This situation cannot be allowed to continue. 

Please send me a repor^ not l^ter tho.n May 7 that will 
outline, in detail, your program to accomplish immediately the 
following : 



1. Prevent similar infractions in the future. 

2. Correct existing infractions. 




President, Operations 



K?B:sa 

cc : Manager, Electric Operations 

Manager, Engineering 
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1124 PUBLIC BUILDING 



ELKO, NEVADA 



April 24, 1964 



Mr. Harold Benson 
Elko District 
Nevada Power Company 
Elko, Nevada 

Dear Harold: 

Just a reminder that we will be needing those proposals 
for your expanded parking area at the Planning Commission meeting 
on Tuesday, May Sth. 

I know your people understand our interest in keeping 
down congestion in the central business district and off First 
Avenue, so we are looking forward to seeing what you came up with. 

Perhaps v;e can have lunch after the meeting if you have 

time* 



Sine ■ Ay, 




A. L. GkIMSLY 
Mayor 
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Nevada Power Co* 

For In Company Uses 



Division or 
Department 
File No. 

Re Letter Of 

Subject Don Spears , Troublenian 



April 24, 1964 



HR. HAROLD BLNSON: 

vie have a problem with Don Spears again. He has v;orked 
in several towns of this Company and has been in trouble in each 
of them for being absent from V70rk without notification, and for 
drinking while off-duty to the point where he is unable to work 
the follov/ing day. 

On April 2, 1984, he failed to report for work or to 
notify anyone that he would be unable to work. On April 4, 1964, 
Kr. S^.^ars was told that this behavior would not be colei'ated 
and that the next incident v;ould be dealt with stringently. 

At 4:40 a.m„ on April 23, it was necessary to cal,, out 
Hr. Spears due to a polv.. fire. He did not answer his telephone 
so I went to his apartment to call him. Hr. Spears' condition 
was such that it was not possible to wake him. For that reason, 

I took the keys to his trouble wagon, which he had at his home. 

I hud to call Dlko and have a troubleman sent out to do the work. 

At 5:45 a.m. I called on Hr* Spears. He admitted he 
ht.d been drinking the previous evening but did no^ consider 
hie.wclf to be drunk. I told Hr. Spears that I die not consider 
him able to perform his duties and shat I had taken the keys to 
his trouble Wc-gon. 

Mr. Spears did nt- report for work at 8:00 a.m. so I 
went to his home at 8:30 c.nd ... him asleep but did not waken 
him, I returned to Hr. Spears' wtartment again at 2:00 p.m. on 
the 23rd and found him and pc^rtially dressed. I told Hr, 
Spears that he V7as laid off. 

What should I do now? 




IVAN RAINS 
liinager, Wells 
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^/7U. 







& 









NEVADA PCV. 



SUPERVISOR'S evp: 



-V-/ . 



COMPP.NY 

PROGRESS REPORT 



« C«.« k A 



FA^XK J. LC2S 



N;»n'.o i)C Emi))oyca 

Xovexbar 3, 1963 



-Fivat iic~iorz Date- 



1-3-64 



D.kte Employed 



-Second licport Dnle. 



4-3-64 



-( 2 nios. after ompl.) 
_( 5 mos. after empl.) 






/ _ 9 /. 



Mr.. 



L,^L\ r x\Ou ^ 



D;*te 



Jlcad or Gen. Supcrvi.>or 

Electric 



Dcpurtmont - Locution 

Please have the inimediate Supervisor intervi e\v :in d report on th*‘ above employee who has completed. 

months service and is now employed as a ! P ^ <1.^ 'vTT) v"" V \J crrl- _<!P 

in your Department. 

1. How would you class him as a workman? 

Outstanding; Q Good ■ Gets By Unsatisfactory 

Fomr.rks ; A_jDGLC-k 



I 



■ rA l l ..AiU 



- 4 - \ ^ . r.L ^ r>; 



- r > , ,, 



_rv. 



r: 1T:C^ 



3 A 






2. To what extent docs he cooperate? 

. To the Utmost [j Willing Teamworker Doesn’t Always Respond [T 

R cm ark s : 



3. Does he show reasonable improvement ?- 



Remarks:. 






a. U 



Yes □ 



Xo 









4. Is he fitted for the kind of work he is doin^ ? 




5, Does he like this type of work? 
Remarks : 



Would you re-em*ploy him if he left your crew or d 
Remarks :r2o=.<Avi r 


ePk.rtm.env? Yes Q 

.~a C^: lae.. vr.. n ■ 


Xo 


E- 


V ] 


Does the employee have safe wre-kir.^ habits’.^ 


Yes 


Xo 


n 


Remarks: 







S. Talk to the employee about his prog:ress. Indicate suba'cts discuo^cd and his redact ion : . . 4lXv^O l f 

p-\->.q_.4 Kp ■ \v~!<:.a- ' i' 'r:>c-ic^-r\ \Cl-r^^ -A-r--' O. 4 Hp t- 

- h .P. cP-lv-v^^o/"P. \~vr< A?. Or.rvv 'r<r^.ri-^-;r-.rA . 
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Si^'ncti 



Mevada 

For Intra-Con 



Division or 
Dopar "nent 
File No. 

Re Letter Of 
Subject 



Power Coo 

>any Uses 



ACCOUNTING 

924.12 

D-^screpancy in Material - W.C. 1-1900X 



April 20, 1964 



MmLiV 0 



Manager, 

Elko District 



On Wo 0. 1-190OX (Elko), a notation was made by the 
Foreman th^t an anchor guy (1-AG) was installedo 

Inasmuch as no anchors were called for on the origina 
estimate and it is r.v.t apparent where such anchor guy was 
installed j will you please advise: 

lo If the an.,aor guy wa . :.r.ooalled on W.O. 

1-1900X, a.id 

2o At what Icoc-sion is was installedo 

Ue also note -onsiderable variation in 
compared to the :riginal e^aimate, but notes by 
factorily explc^wa this. 

Tne Foreman’s notes fai* ::o m ntion she installation 
sU“ w po^Cj out r^cuisitiono cine ^ccck of change in th 
in, the 30 -f oar pole v;as a^ed. 

.-.roo’.pt reply re:;,--rling dr...'or guy will be appre- 
caatea so aaac our recorc-- regarcia^ .ais W.O* can be closed. 



of the 
sketch 



wire uoed 
Foreman satis- 




Ro Do LUCER 
Mccnager j Accounting 



— — J 

iirStirnate for Appropriation 



' 








V/ork Or 


der 






] 1, r? 


c 


department 


T — '<— • 










:s OF applicantg 












.OCAL EGT. 




















j &CftLO. 


L:chT*^. 


« A. N C E S 


w. mtr. 


MEAT O. 1 DOM. WTR. 


5’'. ■ LR:v. AGR. HTG. 


KOW Cw LOAD (HP) 


i LINE LaTHNCION DATA 


enw R OVER 


-0 CAU. 


KW • K'3TU , SYSTEMS 


OR ,;Ka KW 


F R5T 5 


1 OVER 5 


’ ear 


1 TOT. LTH. EXT. (T. 

: _ _ . ,/t 


o 


1 (C]»THN&.) 


1 i 1 




! 10 . 










1 




! 


I: 


' 






1 CO. ALLOW. FT. 


1 


1 

1 <I"V) j 

' 1 


, 






, 


1 


I exCECS LINE FT. 


” ! 


i 




1 










! ADVANCE REQO. 5 


t i 


1 i 


1 




1 


1 








1 AT ; PER FT. 


1 


1 1 


i 1 




1 


1. ; 1 1 




1 

1 


EST. I .YR. REV. 5 



AND LOCATION 



tc.ll fccilioicG to serve nev; c'cstoKor, ll'.;o. 

iSlTY FOft l*ft0P02£D WORK AND Di.' Cn.PTION THCRCO?: 

servo appliccrit, install 15 K?/A transformer, 1-30' 
meter . 



pole and 1 span 3-l/0 W-?. 



Sec., service 




0i.e25I (6-62 R£V.) 2< 



(.NAS’.E Cf u.VPLOY£cj 

RE CCNSIOERI.NG THIS E.VPLOYEE FOR A 

THIC O.I-:. DEPT., LAS VEGAS 






.1/. 






. \ \J . _ .V 



■.\ C^E£V;C.\1\/ 



:^.CT!C\:- ; 



PFE.*^ARE IN TRiPi-iCATE. 

PART I TO BE FILLED OUT 3Y T.'-.E DEPARTMENT OR DIVISION 
OR IN ViH 1 CH Tn>:. VACANT jCci IS ^OCA l lD . 

PLP~ :: TO 3E FILLED OUT BY A SUPERVISOR IN THE DEPAR' 



the employee has indicated a desire to TRANSF:i.R 
DIVISION WHERE THE EMP^OY^ ! S CURr<:_NTLY E.V.r'tOYcD . 






.da 



20, 196: 



iG. 0.0£?T.n£Au OR D.v'.V.G <.} 






_(HAS applied FGrR A TRA.sSFER TO) 



LAS VEGAS 



lOilPARTV.;.M Om Dl'-ISio\^ 






\/T- 



clasg j p 1 Cat I on / 

DEPARTMENT. THE DUTIES CGNS....T OF:. 



i^Cju vacancy no. ) 



.IN TnE 



iLibT DuTIC:> and Sp'cCIAL R C OU i R ^ MCN TS If N 



> r i *N 1 


T i ON ) 






RDER that V/E may GIVE PROPER CONS I DERAT . G.\ TC Tr.E ABOVE. 'T.. .-'_..^SE ANSWER TnE 

TIONS: 

A, C.* LTI7R*^G''^ *^'^LSO'\ ’ ^ 


following 






(Ri-OvJcSTCO by) ACuAroo) 










YES 


NO 


:0ES 


EMPLOYEE HAVE A FULL KNOWLEDGE OF PRESENT JOci? 






IS EM 


iployee; a good worker? 






COES 


EMPLOYEE GET ALONG WELL V/ 1 TrI 0T,-.E,RS? 






IS EMPLOYEE FREE FROM PHYSICAL HANDICAPS? 






VOULD 


YOU Sc. V/ILLING TO ACCEPi nl.V, SACK INTO YOUR Dc.PT. OR Di.'.? 






)0£S 


EMPLOYEE HAVE SAFE WORKING HABITS? 






v'HAT 


IS EMPLOYEE'S BIRTH DATF? 






v'hat 


IS EMPLOYEE'S EDUCATION? 






.'•'HAT 


IS EMPLOYEE'S PRESENT CLASS 1 F ! CAT ION AND WAGE RATE? 






/HAT 


IS; 








A. EMPLOYEE’S CC.V.PANY SERVICE DATE? 








3. E.MPlOYEE’S C-ASSIFICATION SENIORITY DATE? 








C. -DATE EMPLOYEE REACHED TOP OF PRESENT CLASSIFICATION 








D. EMPLOYEE'^ DEPARTMENT AND S J 3DEPARTMENT 






^0 YOU CONSIDER THIS EM.r_GYE£ QUA- . F 1 ED TO PERFORM Th E DUT.Eo Ea.^_AINED IN PART 17 




EXPLAIN 






(Ycs) v.No; 







-E RETURN this GUEST . CNN A I E IN 5EmLED. 
.OPE MARKED CONFIDEn'': 



[p.R£PA,^:o 3Y/ 



^ IBJTICN: 



department or DlViS.CN -REPARING PART I 

SEND 3 COPIES TO DEPARTMENT OR DIVISION 
IN Wr. ,C.- EMPLOYEE IS CURRENTLY EMPLOYED. 



DEPARTMENT OR DIVISION PREPARING , A XT' . ! 

, I 

^department or DIVISION REGoEST.NC INFORMATION 

; ! general- off 1 CE PERSONNEL DEPART.vE.NT 

Y3 IZjLMPLOYEE’S DIVISION PERSONNEL F I ..E . 

62.4T7:- iscv. 3/bi: ^^0 Pass 
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63^ Watuington Street: 
Elko, Nevada 



April 6, IS64 



Mr« Harold Benson 
llina'ger, Elko District 
Nevada ?ci-7 ^ r Company 
Elko, Nevada 



Dear Mr. Denson: 



I nave a v._ . 
your Cor.pany involve 
.'dice. We hava, ^;,^n ' 
Y«^otercc,y I leo*ra^^ ih<. 



oecn tc 



ner out 



;;et hc.ae very 

Please 



Lffic'- - j croon-. 1 problem in which 
..■t' ^ ^1^.- in your Elko 

hap_j:. .-rr^^e . .r two years. 

.other clerk at n.^.r.ed Jim Wilson 

-er work. domw evenings she doesn't 



iCi-vw -x.y v7r^u alone. 



.ncere.y, 
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Nevada Pov^er Co 

For Intra-Cc^"^. ny Use s 

Division or 
Departiuont V2 &. Gli 
File No. 

Re Detitzor Or 
Subject R. D<. A« 



MR. HAROLD 5SNSGN: 



April 3, 1964 



Cur ecoe.n'ipts to cbtc.in ^ Cd;,_ . 

the Werrr. Creek Zlec trice! Co-op fro... 

Coi\p..o.y lines in Wells Valley^ pars of o..., c« 
unsuc c e s s r u -L • VkG c 2 ,re appe 2 «*..*-i,n^ l. o oUw wwa^c 



--.n^ order to prevent 
" d 1 " e “* ^ 

^ V* . 1 . . -^-‘O 

creUj, have been 
Suor v-i.'.e C c v,r t . 



Av. act to cinend 
Pub lie Service Comi _ o r on 
is before the Szc^cc Legiol--u...re » Cf it is 
future duplication oi oy p..^o— _c 



,t<.:-tut^. by Slaving .ihe C_v<..d^ State 
— ^•aiv...ticn GVer eiv...ctric c c~ ope r.., wives 
enectccj it wilt prevent 
uc:^ wit its and co-ooerc. tives , 



As you knox;^ \;c "j e to do ^nyt’.'in^ ^bout the 

SijOOO.OCO loan th. to~op wwCw.re.. t to:.: toe Iwr^-l. Llectrif ica tion 
Administration at Lk ....terc-sto W_ ha*/..a’t bccn cble to stop the:., 
from duplicating Ccrtp.t..y lir.w.': whw.w.. Wv.,re’ already there, 
not yet complete to Well.^ Valley, 



C'.. 



enpec t to w-in t’..,^. , fiaht w-ithout the support of 



the local pecpl . -.n Elko Co^azy. C.-.e only \-iay we can compete with these 



. v.;!^zee cO"*v/>w IS to dc 



tai^y eo o We wimpwy have to ccmp-w_t^ •w'wr 
We are coing ev^r ^^thina can 



_ive better service than 
Wex!.s Valley line. 



cnou_ 

^ -C ^ 

6i:pect 

iGca w w' 



ct tais end but it isn’t 
‘ — t h...p'penw at t.,^ loc.. 1 level ::>.:.y \:c:ll determine the outcome 
..-.t., .tion. We are c en.\ing on you to handle chiSo I will 
wt. w^tlir-'w of your pl'_... of action to combat the problem 
than Friday, lL.y 5th, 



j-ci UC. W 



ViCv 



Y 

u^ident and General Manager 






SI 
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When you have completed the items in your i.n-basket: 

1. List any other action you wculd take nor involved with correspondence 



2, List the major problem ^ 

give your tentative chough ti on how you wou] 



:t 



r c,nd 



*anc-i^e Lne Si.tuar-^on^ 



31 pi' 




I 



I 



